CHAPTER 1 Yv
INTRODUCTION ‘x

1.1 INTRODUCTION
The world is rapidly changing in all fields due to globali aC' n almd technological

advancements that are causing changes in working proceduges ac sWId. Active
]

in meeting.thesé ck&-l-be‘z;es,

ivil{ an o@ﬁization's

success. Therefore, the implementation of ngth@?;rganization

may be tricky but an essential v&aerasoli ,éﬁsbach, Mathieu,
Tannenbaum, & Orvis, (2018), AI@, Alshfg?% u@\f* & Salloum, (2020).
ey

human resources management (HRM) practices can

which can be an integral function and a signifi

Alnagbi (2011) pointed "As ec ic'globalization has b(Q e more pronounced, the
ability of organisations to c%in Tﬁzr@ce is all the more tied to the
quality of their Huma es. Many o aHiza@ns rely on the expertise of their
ol F &y
e

employees to gai \@petm tag é&JGIobal Economies”. Al-Dhuhouri,
Alshurideh, Al Kurdfiw& S 020
¢

)@/’éded that in this economic environment,

i
retaining v e’ employees eCGmé?n essential strategy for human resources
N
manage rganizati Ieadeé.\ Thus, it is a global norm that a creative and
inn workforce plays a dp{@tﬁl role in the growth and success of an organization,

@ profit or non-profit organizations. Knowledge is power; therefore,
nowledgeable employees employ their analytical and theoretical skills and knowledge

perform extraordinarily in their organization. Innovative employees also always work



in a team, with high organizational commitment and less absenteeism (Islam, Talat,
Ungku Norulkamar Ungku Bt Ahmad, & Ishfag Ahmed, 2013). T

Organizations face a significant challenge in the complexitycg\)hjman
Resources Management and the difficulty of competing with the ility of an
employee and continuing his survival amid the global variables and the impact of

globalization on most business sectors characterized by the onqoMamic of change

for the better services and products. Because of the co itlen strength at levels

locally, regionally and globally, the only way to contin ith the Wompeting

.y
organizations is to develop Human Resource Manag t, which is_t ’es.&ﬁ%’on of

ort e%ccess of

any organization. The success of any organiﬂ@ epen?s onsthe str YZ;f its human

resources, which is regarded as a milwi’ achievin igh@l of performance
and production. The organization'c%cess Mpe ,?:Bﬂ all the employees'
N

participation in strategic decisi ing ﬂe present scemario and its future (Alnagbi,

2011). \

S«»

Yol RS

Organizations % blic or Private, $u®ployees are considered the most
d &

Valuable Resource. w abl

e |[ \mR e amggglother reliable organizations, achieve
its ultimate goalS an@y surviveg~in_this en&ﬁy organization should have the right

¢
personnel at t%a)prop ate eéncténhe proper time (Aguenza, & Som, (2018);
% NN
Bianchi sniei, & JjSqua ?ﬂ, ( ). Every organization depends mainly on the

~

quaw competence of its {%’dloyees. Therefore, organizations have to pay more
aEt to their human resources because the implementation of Human Resource
r

ices supports maximizing employees' competencies in the organization (Anitha,

Q)m); Aguenza, & Som, (2018); Saleem and Khurshid, (2014). Human Resource

Management practices can create organisations characterized by intelligence, flexibility
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and competence compared to their rivals. These organizations apply policies and
procedures for recruiting, selecting and training skilled employees. These emp )
in return, will direct their best efforts towards cooperation within the resz@mndle
of their organization (Birtch, Chiang, & Van Esch, 2016). Butterick,ﬂkharlwood
(2021) emphasized that the human resource function brings in the%t?gic value of
people in organizations by contributing to value added and com Wadvantage. The
organization relies on human resources as its employee m ruman resource
strategy systematically organizes all individual human urces, Wasures to
away that le s'th&bgzi;ess
efano,f( 4 Cro@C& Swart,
N Y

rcher e proclaimed

directly influence employee attitude and behaviour in

to achieve its competitive strategy (Camuffo,

(2020a); Cross, & Swart, 2020b). Theoriststand empiri
whether human resource practices aff mpi’yer satis
Human Resource Managem@%actices |\ast%v ,@ects of the workplace

N
and can explain the difference% the ﬁveral iciEQ and effectiveness of the

organization. These HR practices¥infl em es work, feel, and behave.
Accordingly, they affect g (atisfac on 'orgbzational performance (Duggan,

d
4 ’ &
; Duﬁp’, & Rafferty, 2018; Fleming, 2017;

Sherman, Carbery, %:Donrle

Harney, & Collings,*2021): iousdyﬁ'ﬁghlighted, the core function of HRM
¢

practices is Esfﬂaight us Iffoc_tjh right job so that the required output can be

achieve%

whe petent human resour@/ith proper attitude, skills and knowledge have been
N

NN
pleting_t ‘yvork‘uﬁ)roper motivational packages. This is possible

S x on merit so that human resources can work with motivation towards
rganizational growth (Healy, Pekarek, & Vromen, 2020; McKeown, & Cochrane,

017; Meijerink, & Keegan, 2019). Success in today's competitive market depends on



advantages associated with economies of scale, proper use of technology, access to
capital, creativity and innovation. T
Good HRM has a tremendous effect on employees' Job Satisfa@/lany
empirical studies (Kurdi, Alshurideh, & Alnaser, 2020; Lan, Chang,‘!kZhan
Chuang, 2019; Luu, & Phan, 2020; Nguyen, Ha, & Dang, 2020; Pradhan, Dash, & Jena,
2017) found that HRM has enormous effects on these practices. M Mremsely, Edgar
and Geare, (2005), in their research conducted in New Yffm,nd that Human
Resource practices have a significant positive relati ip with |sfa ction,

Azim, o'a[@\yd &
0) also, di over\/x—that HR

cord‘ng Lamb@x. Choudhary
(2013) HRM practices provide an wa employe om @nent towards an

Organizational Fairness. Consistently Absar,

Balasundaram, Nimalathasan & Akhter, Sadi

practices are directly correlated with the e.

organization's goal in the global c |t|ve ma e qq?‘concluded that HRM
o

practices significantly impac re %som d wuﬂ&. superior organizational

performance, which helps § IIe wled Ie employees. When the HR

practices are in place t he ne ssar; rés e|r presence helps to reduce

physical discomfor mcre:l\ ell-b (n,g and productivity (Lan, Chang, Ma,

Zhang, & Chuang, ZOi?JSNguyen Ha, & Dang, 2020). In addition,

Islam, Ban huh ad d’ JeU (2016) stated that the best HR practices
S|gn|f|c I posfi ect oyee satisfaction in Pakistan.

e to the importance @RM and its impact on the organisation's development

% a of globalization, it has become necessary, if not essential, to know the factors

G affect HRM and its impact on the Performance of Organizations, Job Satisfaction

nd Employees. Studies suggest that there are many pivotal predictors of good Human

Resource practices, such as Organizational Learning Culture (OLC). More precisely,
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studies (Al-Dhuhouri, Alshurideh, Al Kurdi, & Salloum, (2020), Lan, Chang, Ma,

Zhang, & Chuang, 2019; Luu, & Phan, 2020; Nguyen, Ha, & Dang, 2020; Isla b,

>

2013; Duggan, Sherman, Carbery, & McDonnell, 2020) asserted that for @ma
Resource practices that would lead to Employees Job Satisfaction to be'&";ed, there
must be antecedent factors that must be fulfilled such as Organizational Learning
Culture (OLC) and Leader-Member Exchange (LMX). \,

Consistently, there is a consensus among researche X)Tni ts, and business

forecasters that the overall economy's growth could be achieved whenthe@nvironment
B
. . . : | " 9
is a conducive and creative knowledge-based organi , occupati nﬁ @rwce
sector are established. According to Joo (201(?3 Ie% are\Eﬁ—gh-Level
dg cquire@cgugh formal

education in developing new produ&g}vices. exp@ted workers are
equipped with the necessary skills,@gledge a\hﬁ&m ip\ imbue the services
ﬁ y N

and performances, enhancing i gan& i deve ent and employee job

satisfaction. Individuals wi mvel jobsatisf are always ready to switch

jobs at the first opp ity?(Duggan, S rrﬁaﬂb‘:arbery, & McDonnell, 2020).
4 ¢ &

Therefore, organiz %have\ﬁﬁ& n ergnmng employee commitment through

Learning Cultuse a - er Ii:%«'ange (LMX) to retain knowledgeable

Employees who apply theoretical and analytical ,Kno

Lea
: ‘ ]

workers. On 86t of a better Work ertijr ment designed to enhance effective Human
; NN

actices, |

Resour% Com&ment to job satisfaction is a Learning Culture
vy

han, 2020), which h@ drawn much attention from researchers in the past,
e y in Arab nations. An organization that promotes a learning culture is defined
s “An Organization skilled at Creating, Acquiring, and Transferring Knowledge and
modifying its behaviour to reflect Accurate Knowledge and Insights” (Garvin, 1993,

p. 80). Similarly, Luu and Phan (2020) concluded that organizations with a learning
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culture attract knowledgeable individuals, support innovation, and reduce workers’
intention to leave the organization.

Furthermore, Graen and his colleagues pioneered the Theory of Lea@wber
Exchange 1970s of last century. The theory focuses on the social exﬂﬂ% between
leader and member (Healy, Pekarek, & VVromen, 2020; McKeown, mrane, 2017;
Meijerink, & Keegan, 2019). The theory emphasizes the imMe of a smooth
relationship between leaders and subordinates (Chumpon ?,.et.'al 2020; Hamid
Masud & Wan Norhayate Wan Daud, 2019). Accor to Jele yic, Ivan
Bozovic, and lIsidora Ljumovic (2019) Leader ber quali ¢g&®vthe

interchanged social, mental and psychism etv@ eade@gnd their

subordinate. In such relations, subordinates4qter Witb\thel pervi@x}equently to

obtain experience, confidence, encouwa)and cons ac@%plish work-group

outcomes beyond the contractual @sects ( e\,l\We, @urer, Michel, (2016).
N

Amazingly, in their empirical s%am ef‘al. (201 )fczgc?that both Organizational

Learning Culture (OLC) a %HI er Excha LMX) were statistically and
ma

positively correlated % cient re%os\(c,h practices and employees' job
4
satisfaction. Additionally, anm nce @eoretical underpinning, Islam et al.

(2013) also found the“eovari een and LMX. The analysis indicated that

!
¢
both factor%@atisti ally a ;ﬁsi@ correlated (r =.58, p =.001).
NN
nizational Le ‘ing Cﬁ@re and Leader-Member Exchange are crucial
X

factm&e icient human resaurce practices (Cerasoli, Alliger, Donsbach, Mathieu,
‘4 X

aum, & Orvis, 2018; Tarig, Mumtaz, Mushtaq Ahmad & Waheed, 2014,

is, Alvarez, Barney, Molloy, 2017) and employees job satisfaction (Malik, Wan,

hmad, Naseem, Rehman, 2015; Chumpon Rodjam, 2020; Hamid Masud & Wan

Norhayate Wan Daud, 2019; Jehanzeb, Khawaja; Mohanty, Jagannath, 2018). To
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survive an organization in this competitive and globalised era, it must adapt the
organizational learning culture of creating, acquiring and transferring knowle

modify its behaviour to reflect proper knowledge, insight and Lea@mber
Exchange strategy (Islam, et al., 2013). A good workplace with bett izational
culture and human resource practices leads to produce higher-quality preducts, supports

more innovation, possesses the ability to attract more talented pe Ew and experiences

less resistance to change and lower turnover costs, all of wh di rectly in a better
bottom line (Telford, Fletcher, Bedwell, 2017; Parker, : Noe ZW
Organizational Learning Culture is an ofganization | ski 'at %tlng,

acquiring, transferring knowledge, and modiw%b eh@ flec@proprlate
rney,

knowledge and insight (Morris, Alvarez,w Nn

017, ry, Roumpi,

2017). Healy, Pekarek and Vromen ( identified s

act@(rmperatives for a

learning organization; these actionstare: (1) Crea\(:tm?n y@earning opportunities,
}E N

(2) Promote inquiry and dlalog%ncoﬁ‘rage bor@n and team learning, (4)

Establish a system to cap ing, &empower people to have a

collective vision, (6) e orga}w fo sbenwronment and finally (7) use
tan

leaders who model support |dual team and organization levels.

Accordi i 010)(38rfployees would be able to perceive the
avallablllty niza on:?r‘mbcalture such as continuous learning, dialogue
and |nq y Iea,rh b|IS system, empowerment, system connection, and
stra eadershlp in their o@mzatlon high-up attachment to their organization

to its ultimate goal and objective.

Q Furthermore, Leader-Member Exchange (LMX) has been defined as the quality
f

the exchange relationship that develops between employees and supervisors. Leader-

Member Exchange has been considered an emotional attachment that fosters
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performance and lessens absenteeism and turnover (Afsar, & Badir, 2016; Anand,
Vidyarthi, & Rolnicki, 2018; Mejia, Wang, & Zhao, 2020; Martin, Guillaume, w
Lee, & Epitropaki, 2016; Rurkkhum, 2018). Anand, Vidyarthi, and Rol@%\ow)
also found in the literature review that for employees to have a sense o%gingness,
satisfaction and high turnover, their physical and psychological well-bging must be the
priority of their employers. Therefore, the relationship be eeN( and affective
satisfaction has important implications for employees, icularly as well as their

organizations at large. \d
A

Interestingly, Wayne, et al. (2012) also fo theirf me n}ly fe}of 23

empirical studies that LMX positively and

cal% icted o(ggw—izational

productivity. However, according to Bowleﬁw ben ( Tand Martin,

Guillaume, Thomas, Lee, & Epitropa@this meta=

Yari tj@may be related to the
N

ysis@%ed to report large

unexplained variation in its strengt is unexplai
re@nship as an indication of

interpretation by employees of %ty 0 oy

their exchange relationshi Me l ization. F rmore, according to Chan,
Chok, Lae, Lam, and% 17); Afsar and Ba@'(ZOlG); Mejia, Wang and Zhao
4

F &
(2020); Lai, Cho ~{d Loi| ordiﬁa&}elationship between superiors and
subordinates, 10{&1@ ver tE.J gher degree of trust.
(!H)N Y

Consis ith Jpreviols findin , Bowler, Paul, and Halbesleben (2017)
X g ol e
suggested that'superisars rhlgh\h\/lx (in-group) Employees special benefits such
X

as aphigher degree of trust, r@ét, mutual obligation and interaction, participation,

S \oh and rewards, which are not offered to low LMX (out-group) Employees.
loyees who experienced high LMX reciprocate with a more significant expenditure

f time and effort and higher levels of satisfaction and performance.



Therefore, due to the tremendous effect of Organizational Learning Culture

(OLC) and Leader-Member Exchange (LMX) on human resource practic :

consequently, its effect on employees’ job satisfaction, the research %n\ts to

investigate the model among the Omani population. In other words, th%&examines

the effects of OLC and LMX on human resource practices Wnan and its

1.2 Background of the study .\d
L
| o . W
The ultimate goal of this empirical study i investigate e're.%@ ship
between Leader-Member Exchange and Org?w n Le\df' ultu@ﬁvith Job
Satisfaction. It also attempts to study theyrole "of HYma Resou@management

Practices in mediating between LMX OLC on the an Qd employees’ job

consequences on Omani Employees' job satisfaction.

satisfaction in Omani s Public Sector..Since the\gk&n Renaissance in the

c}
Sultanate of Oman in the 70 Suﬂan Q0s, Qe concept of government
\, 40
ki

organizations was poorly,_ designed L akly ﬁ)lemented. Therefore, this

>

ilable resources, which eventually

government organiza start scratch and suffered from

mismanagement, oor m'a
affected the seruices,“especi i
¢ I (_?
ifferent s ialéat'eg were brought to the country to assist local

foreign expe
Q- S
employeés. sequeh e thesdbeginning of 1970, human resources management

A
s
of 5

uma *‘és'ources management. During that time,

has e one of the most cr@i’priorities of the government's attention; where there

i \peech to the Sultan Qaboos (the previous Sultan of Oman) without any
& mendations to guide the importance of national human resources, to be developed
nd refinement commensurate with the technological boom and contemporary scientific

(Ministry of Civil Service, 2015).



Accordingly, at the beginning of 1970, public sector organizations were given
autonomy in recruitment, while these organizations were fully responsible fow
and managing their employees until the process became centralized by th@ry of
Civil Services, which is the governmental body in the Sultanate of Om*sponsible
for all matters relating to government employees under the CIVI| service system. The
process of putting human resources management under the minis man was to get
rid of cronyism and corruption and manage electronically Y

er pon5|b|I|t|es of

the Ministry of Civil Service according to civil Service (Mi |swn service,

2010). | _S

anate of nis tﬁessentlal

government organization that deals with reeruiti urﬁ?n r urces@l.opment and

employee promotions. The Ministry @Semce n e@‘hshed institute to

develop human resources in th lic sec\a%e Institute of public

Thus, the Ministry of Civil Service in

=

administration. The human res artm%nts i anom@mzatlons play a pivotal
role in recruiting new e o ees an ing @a‘re training, administrative
follow-up of employe ance, lﬁ ﬂqenbnd development, evaluating their
performance and rlng the‘ of erent services provided by every

government organizati vern organlzatlons increase their efforts to

enhance thel:gﬂ];))yee’ feeli of'JoEj?lsfactlon and provide the necessary help the
employ S to atheA)he org&llzatlons vision and objectives. (The General

adnw& tive institute, 2012) c.)

|s majesty, the late Qaboos bin saeid, former Sultan of the Sultanate of Oman,

& uivocally asserted that human development would be one of must focused issues

the Sultanate of Oman:” We have confirmed our continued interest in the

development of human resources, and we mentioned it a top priority in our plans and
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our programs. Human resources are the cornerstone of every building development and
are a pole mill around which all kinds of development and all its purpose Ww
realized. The young people are the present and future of the nation. T@they
should be given every opportunity, attention and care to realize their dr d achieve
their ultimate goals, such as opportunities for education, training and rehabilitation and

employment”. (Ministry of Civil Service website, www.mocs. om

In 1996, the decision to seek greater economic integ as i'wcorporated into
a long-term strategy called "Oman 2020" which was believed!wou led‘éo, an

N
effective human resource management system. ision was to aé Jé(éaership

S

opportunities for Omanis in the public secto?ﬂ'provﬁl&th Witl%“lfz;]ing and
qualifications to keep pace with the requ'c' M of e‘eﬁ;h niza<< , leading to an
increase in the efficiency of the OmzN

n in lea gove@lent organizations

. Gonse som lified leaders from the
A |

structed,_to implement;the newest technological

(Ministry of National Economy,

governmental organization wer
systems to improve the orwpﬂon' learning cultofer and to adapt to the modern
systems used in other a%ed couryrles. ye'r@elopment dimensions have been
proposed to trans@g orgaﬁizhl Ieaméé} culture of government organizations

to a new stage lign W‘it

ephna)@cal and scientific booming via reshaping

g4 | N
ng K&mpetent leaders to senior leadership positions,

the govem%t’s' ole in apppi
initw’gies fgfvz;] re@e development and upgrading the skills of the

- N - - -
O rkforce. It also alm'e&}o focus on leadership skills development for senior

‘@ns and spread strategic views among various government organizations.
b Development of the public sector was inseparable from national development as

the need for services expanded and led to an increase in the recruitment of Omani

nationals in various government departments. In 2007, Oman achieved the highest rate
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of employment of national manpower in public service in the GCC at 85.5%. The
Sultanate is on course to achieve 95% by 2020 (Ministry of National Economy,w.

This chapter provides an essential background to the comprehensiv(%& The
researcher believes that there are many problems in the human resou agement
system in the government organizations in the Sultanate of Oman w significantly
and continuously affect the job satisfaction of public sector employeés. This problem
includes the organization's learning culture, leader-me %avge and human

resource practices. This chapter consists of the Introdtetion, Bac , Problem
L

Yw
statement, Research questions, Research objectives, R ch signific e,ﬁ(@of the

study, and Conceptual definition. Y P g \/‘T
N =) &
&
1.3 Research Problem \ O

Human resource practices r@%een am \t-h%m @bated topics in social

N
organizations, whether public ivate secﬁors. man(Q rce practices are major
determinants of employees" :atis ctiJ\, oti tionﬁductivity and organizational

ydo @Ji Hyun (2010), although some

“
researchers are dev tgati W\ﬁl}esources practices, Organizational

investigate tE

precisely, the
AN L o |

esp in Oman, devoted @(udymg the influences of Organizational Learning

@and Leader-Member Exchange on Human Resource practices and its
onse

tely, there is a scarcity of studies to
¢
S sim arémel)/ eflect the dynamics of organizations. More

N . . .
of em&hcal research, particularly in Arab nations and

6 quence on employees' Job Satisfaction.
Additionally, little available research on Organizational Learning Culture and

Leader-Member Exchange was conducted in private sectors. Hence, it is firmly
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believed, less empirically tested, that Organizational Learning Culture and Leader-
Member Exchange, Human Resource practices, and Job Satisfaction are crucia
essential, for Public Sectors and Non-Profit Organizations. It is hypothes@t the
uniqueness of the work environment has an enormous effect on these pﬁ&variables.
Furthermore, despite many efforts in Oman to improve ployees' Job
Satisfaction, public governmental organizations are still fcMny challenges.
g

According to past studies, some of these challenges f 'vision, lack of

Organizational Learning Culture and Leader-Member nge that“eqnsequently led
“aX

to a lack of employee satisfaction and performance. on the Di to[at.@X neral

of Information and Statistics report in the Mini Civil Servi date@éptember

N

ee I ations from

2018; the researcher discovered huge b 0

01/01/2015 to 30/06/2018. The total mahis emplo res@ ions was 13222,

which partially reflects the qualiq servgnge Q?‘various government
N

organizations in general and caaétom&s di usfaci;) against the performance

&Zﬁhg%rovide. Consistent with this

r
report, intheirempiric%, wailesiand Féhd@Oll)foundthatthe main reasons
4

for employee turp@wver are| i
opportunities and compensati
¢
e

of the government organiz 'hﬂd lw

23

n% h management style, promotion

i
Due to ignificance ft&g@ ariables (Organizational Learning Culture,
\ - - - -
Leader-Me Exch umanzResource practices, employees’ satisfaction) in

orgapisational development a\rﬂge‘ffectiveness of leadership, the researcher aims to

ig\mate the effects of an organizational learning culture (OLC) and Leader-Member
a

6 nge (LMX) on Human Resource practices and its consequences on employees’
atisfactions in the different government organization in Sultanate of Oman. Thus, the

study attempted to examine the effects of OLC and LM X on employees' Job Satisfaction

13



when HRM practices are considered a mediator variable in the public sector in the

X
N

The primary purpose of this study is to address elements of the impact of

sultanate of Oman.
1.4 Research Questions

Organizational Learning Culture and Leader-Member Exchange onHuman Resource
practices and its consequent effects on Employees Job Sat tI; to develop a model
for HR practices that affect organizational performance. ry’ﬁﬂie'dh is: What

ri
™
are the relative and combined effects of OLC and L Human u'cciéﬁg tices
ts

and, subsequently, on Job Satisfaction? Specifi e stud!/ @aress the

following research questions: w\ g

1. Does Organizational Learning Cult 'mpat Human urc@nagement among
the public sector employees in S@%te ma\ ,<\

o)
=
2. Does Leader-Member Exch actﬂluma so%uqe anagement among the
public sector employees i matj : R

S
3. Do Human Resou gement pra icés i@act Job satisfaction among the
4 ¢ &
Si \a& man

—9

public sector empleyees In

4. Do human rgsource ma pratﬁgé play a significant role in mediating
¢

!
between S@atio | Leafhing Ceit?e (OLC) and Member Exchange (LMX) on
S N
i

Job % fon (JsSati ong @@ni public sector employees on the other hand?
R, 4 o |
5.1 any significant dlre{%ﬁect of Organizational Learning Culture (OLC) and

r-Member Exchange (LMX) on Job Satisfaction among Omani public

0 ployees when HRM is implemented as a mediator?
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1.5 Research Objectives
This study examines the influence of Leader-Member Exchanw
Organizational Learning Culture on Human Resource Management pr t ¥ This
study also investigates the impact of HRM practices on Job Satisfactmﬂ%e context
of the public sector in the Sultanate of Oman. To achieve these alR.bzlow are the
objectives of this study:
1. To investigate the impact of Organization Learning w uman Resource
Management Practices among public sectors in Oma
2. To examine the impact of Leader-Member 6#1 ‘Ee}()urce
Management practices among public sector ees inO

3. To study the impact of Human Resourc an em tP ices satisfaction

among public sector employees in &

’%q

4. To investigate the role of h resour ?uc ,@* mediating between
Organization Learning Cult ead& Member E \ge on the one hand and
job satisfaction among Qmani bI| on the other hand.

5. To examine the mg%ﬂ irect eject Organi atlonal Learning Culture (OLC)
and Leader-M ExchaT 4 &.Qt}/satlsfactlon (J Sati) among Omani
public empl es en i 'eme@as a mediator.

X

\
ificant f E‘gﬁdy Vk’é\

1.6 Tff
\ is study has both th@é’@tlcal and practical significance for Human Resource

pment. First, this research investigated Human Resource practice and its

oplications for job satisfaction. It also highlighted the tremendous effects of

Organizational Learning Culture (OLC) and Leader-Member Exchange (LMX) on



Human Resource practices in Omani public sectors. Insight into effective Human
Resource practices' potential influence on Employee Job Satisfaction has manyYEiul
practical and research implications and benefits. Despite recent adva@s in
research studies in Human Resource Management, no available studie?& explored
these significant elements in Oman simultaneously.

Moreover, this study has an Integrative Approach, murrent research
considers various relationships, such as Organizationa m

ulture (OLC),

Leader-Member Exchange (LMX), Human Resource ticesjan oyees Job

X
Satisfaction. Previous research has investigated the t linkage Wteg\@tc or

=

evet', mat%ﬁ( of these

be cq@x;ed a major
gre{ﬁﬂnderstanding of

Human Resource practices by iden@@ the pra\CN influence employees'

N
job satisfaction. The study w%o test the ugges@‘?model and examine its
appropriateness, for which h(ure[t e igh@plicated.

Furthermore, t of this stu dre@refore of value, especially if it
4 f &

considers the unavaifability ole used olistic Human Resource practices in

Oman. As indicated ier, 'i go@ﬁ‘vent has spent a huge amount of money
¢

to design pl % Human R ou(ce&a tices that can enhance the Performance of
\
0 kls

Leaders isfaction o ‘gllowe&nd there as Organizational processes; however,

littl own about the eﬁe@this program. In other words, although the Omani
?ent is trying to promote the standard of service delivery across the public
inistration, the services are still below International Standards. Thus, highlighting

nd investigating the effects of Human Resource practices and their impact on Job

Satisfaction would remedy many public sector administration problems, positively
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enhancing the quality of their outcomes. Furthermore, by investigating this problem,
administrators and policymakers will gain insights into the crises in Human RV@
practices and know how to enhance and improve the standard of their perfo@s . The
study also contributes to the body of knowledge by pooling finding previous
works on Human Resource practices, identifying their problemsy¢and providing
recommendations. It also helps further augment public sector managément and delivery
practices, which is tantamount to helping these institutio mg:re')are themselves

for the era of globalization and competitiveness. This studly,is thegefo ned to act

"X
as an avenue for further research and provide cor[@w with albetter. 1y &f—éaling
? 4

with Human Resources. Y. \ \,Y—
This study also provides an essentialwnderstandi

e facf@( at influence
ani@ws known as the

Human Resource Management pract in_Non-Pro

Public Sector in the Sultanate of . Specl \Tbg?h §@1y provides empirical
N
evidence on the effect Leader- Exctﬂnge r%Q' tional Learning Culture

on Human Resource Mana mracI' a thei@ct on Job Satisfaction when
sz a e

HRM is a Mediator be nd the Publié Ssabr in the sultanate of Oman. Even
2 ’ &

though previous st (ﬂg&havem Iin%ﬂveen Leader-Member Exchange and
\ %’m Ices, ar

Human Resour ge elationship has been tested among

¢

employees it-orignted g£1is tions in Western countries [Karin, Matthijs,

NN

Nicole, & Claudia 2010)]<
&al y, this study is si@éant because it provides cross-validation toward the
a ion between Human Resource Management practices and Job Satisfaction in

& ublic sector in Arabic (Sultanate of Oman). Previous studies that provide empirical
i

dence on the association between HRM practices and Job Satisfaction have been

conducted Profit Oriented Contexts such as manufacturing organizations (Eunice, 2014)
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and service industry (Guchait & Cho, 2010) and in non-Arabic contexts such as the

United Kingdom (Petrescu, Simmons & Bradley, 2004), the United States of Aw

This study combined two important constructs; first, the y examines the

(Byrne, Miller & Pitts, 2009).
1.7 The scope of the study

effect of Human Resource Management practices on pu ezor e'nployees in the

Sultanate of Oman. Specifically, the study examines the t of R’%p,{dces on Job

"X,
Satisfaction—second, antecedents or determinar%ﬂM practice i' @ublic
tud

sector in the Sultanate of Oman. More precise Q igated L@zgffects of

Exc& (LMX) on
Human Resource Management pra&ad media ari@% and the direct

relationship between OLC and LM ob Satls\'m

Organizational Learning Culture (OLC) Leader

&
(>
N

Conceptual Underpinning of thﬂ% é 4
&
study con

The conceptual Und MQ olt of four constructs. The first

of these constructs is izational Learni Chl&@: The second construct is Leader-
4 $ &
Member Exchange. These two i \ucl are E\i@.genous Variables, while the third, Job
Satisfaction, is Endogenous ari ' Mor; r, Human Resource practices consist of
¢
four dimen m% compensation :ane-} ewards, Training, Career Development
ti std i

N o . .
Opport Balan% This factor is considered a Mediator Variable.

Thuﬁamzaﬁonal Learning@fture (OLC) and Leader-Member Exchange (LMX)

oposed model are independent variables, while employees' Job Satisfaction is

& thesized as Dependent Variable. Finally, the Human Resource practices construct
h

ypothesized as Mediator Variable.


http://ezproxysrv.squ.edu.om:2131/abicomplete/indexinglinkhandler/sng/au/Petrescu,+A+I/$N?accountid=27575
http://ezproxysrv.squ.edu.om:2131/abicomplete/indexinglinkhandler/sng/au/Simmons,+R/$N?accountid=27575
http://ezproxysrv.squ.edu.om:2131/abicomplete/indexinglinkhandler/sng/au/Bradley,+S/$N?accountid=27575

1.8 The Conceptual Definition
Organizational Learning Culture (OLC): Organizational Learning C i
an organizational phenomenon that supports the acquisition of info i0f; the
distribution and sharing of learning, that reinforce and support continu@*rning and
application to organization improvement (Jones, 2009; Hsu, 2009). Y.
Leader-Member Exchange (LMX): Leader-Member Exchange is defined as

the quality of the exchange relationship between an emplo nzhis <ir her supervisor

(Teng, et al., 2020). .\d

ooy
Human Resource Management (HRM)@‘SZ refers t ctM‘tL@n the
organization related to people management. T?u |tie% omp@ﬁtion and
t and

welfare, training and development, recruitmen sd‘actl perfq@ze appraisal

and rewards (Ahmed, 2017). é

Job Satisfaction: Job Sat(t%’on is \deas A@Basurable or positive
N

emotional state resulting from L%isal 9fone Jjab o(r;’ experience (Silic,2020).
N A
1.9 This research con ive chalters as 'de@'ed below.
4 ¢ &

Chapter one ains thei M ackgmd of the study, which consists of a
statement of thegoroblem, re estioEi&ésearch objectives, significance of study
and scope o tﬁ?s)dy and the fi‘iti@nf the terms. Finally, the chapter defines the

N
| defini

itionof ea )/ariabté\lncluded in the study.
Y.
Aapter two describes @i’terature related to this study. In this chapter two, the

r Mer reviewed previous studies on the four constructs of this study, both

L )
—

concept

heeretically and empirically. The chapter reviewed the concept of job satisfaction,

uman Resource Management (HRM) and its practices (compensation and rewards,



training, career development and life-work balance). Finally, the chapter briefly

describes the research framework of this study. Y'
Chapter three explains the methodological aspect of this study, suc@amh
design, population and sample, data collection method and procedure, and data

analysis technique and procedure. Q

Chapter four presented the results of data analysis, such as cenfirmatory factor
analysis and structural equation modelling. The chapter oghly'presented these

analyses and the results.

A
Chapter five discussed the findings of th%in light of v’o@dies.
i nd the’

Moreover, it addressed the research recommen th ical a d‘ﬂ?eoretical

N

implications of the research and provided limitatiofs and\su tions ture studies.

S

S

—9

\
1.10 Conclusion % >\7

\
Chapter one presents %vall ﬁackg und %@s research. This broad
background consists of th 'ntﬁuct' Mg\;r%earch statement and the

i
study's theoretical und%; In adzltio t‘gis o@ter also highlighted the research
sandt

4
questions and object hi ignificance @ study. Also, chapter a presented the
scope of the study an@rthe aria?iéé’definition. Chapter two will review the

literature c@struis o‘ft s&:!j&_jgna‘uprehensively definition.
L f
S

N
\C.)
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